The main purpose of this paper was to investigate the demographic effects on three interrelated variables that is, interpersonal conflict, mistreatment and discrimination. A self-structured questionnaire was used as an instrument for the survey of public sector employees in Balochistan. The main hypothesis was 'Demographic characteristics of employees have significant impact on interpersonal conflict, mistreatment and discrimination'. Findings of this study revealed that organizational scale (Basic Pay Scale), age and experience have significant impact on the responses however; the responses of labor from both the organizations show no significant differences in interpersonal conflict, mistreatment and discrimination. The data used for the analysis is first hand as well as recorded for the first time.
INTRODUCTION
Robbins (1998) defines conflict as "A process that begins when one party perceives that another party has negatively affected, or is about to negatively affects something that the first party cares about." Rahim (2002) termed the conflict as an interactive process which is visible in disagreements and incompatibility between individuals, groups and organizations, etc.
Conflict is universal and an inevitable part of organizational life. Interaction among employees in organizations leads to tension and conflict such as clashes over workload, faulty communication, as well as different behaviour patterns (Darling and Walker, 2001; Brahnam et al., 2005) and some organizational theorists consider it as an essential part of organizations in order to survive in the competitive environment (Whetten and Cameron, 1995) .
Conflict poses a great challenge to the management (Adomi and Anie, 2005) and consumes more than 40% of its time in dealing with it (Stanley and Algert, 2007) and especially personality conflicts are considered as potential minefield for managers due to its negative charge and legal problems involved (Kreitner and Kinikie, 2004) , therefore managers should be careful while dealing with personality clashes of employees.
Conflict can generate both positive and negative consequences for both the individual and organization depending on its management (Barker et al., 1987) . Traditional theorists consider conflict harmful to the organisations (Pondy, 1967) while interactionists view conflict as a positive and beneficial force for the organizations (Amason, 1996; Jehn, 1994) .
Conflict has many dimensions (Amason, 1996; Cosier and Schwenck, 1990; Jehn, 1995) and different dimensions have different consequences for individuals and organization (Medina et al., 2002) . It can stimulate ingenuity, innovation and encourages personal development (Whetten and Cameron, 1995) .
LITERATURE REVIEW

Interpersonal conflict
Interpersonal relations in organizations are multifaceted. Individuals come together due to some needs or attractions. Individuals in organizations are brought together to serve the public or private corporate interests and their positions are interdependent and interconnected. So the organizations are network of individuals' interactions that are repetitive and reciprocal (Argyle, 1972) . Conflict in the organization from this perspective can usually be viewed as either antagonistic interaction or antagonistic psychological relations (Ohiwerei and Omo-Ojugo, 2008) . Research shows that interpersonal conflict is very common to organizations (Ongori, 2009) Interpersonal conflict is also known as dyadic conflict and refers to the disagreement or incompatibility between two or more organizational members of the same or different hierarchical levels or departments (Rahim, 2002) . Interpersonal conflicts are universal at the workplaces irrespective of their type, size, nature and location. It should be managed to achieve optimum coexistence (Guerra et al., 2005) .
There are number of factors that is, behavioral and organizational, documented in the literature that cause interpersonal conflict at the workplace. In the words of Van Auken (1993) "People are seen involved in clash as result of temperament and emotion or over differences of perspective and opinion". Conflicts arise due to contrasting perceptions, and values (Gray and Stark, 1984; Newstrom and Davis, 2007) , faulty communication, faulty attribution and distrust (Greenberg and Baron, 1997; Kearney, 2003) , inappropriate management behavior (Schwartz, 1997) , personality differences (Luthans, 2005; Schwartz, 1997) , incivility (Kreitner and Kinicki, 2004) , differences due to age, race or culture, intolerance, threat to status and false pride (Ramsey, 2005) , organizational change (Newstrom and Davis, 2002) , information deficiency, role incompatibility and environmental stress (Whetten and Cameron, 1995) .
Similarly, some scholars argue about the workplace discrimination, prejudice and perceived inequities, a major cause of workplace conflict and violence (Ramsey, 2005; Jones, 2010; Grace, 2010) . It is also stated that difference in organizational status and power serve as a major source of interpersonal conflict (Manolescu and Deaconu, 2009 ).
Mistreatment
Mistreatment is a negative attitude in which one worker harms another worker either intentionally or unintentionally (Barsky, 2002) . Mistreatment refers to several behaviors like incivility, abuse, violence, and aggression (Leck and Galperine, 2006) . But the most prevalent and difficult to be recognized or legally prevented is incivility, because the instigator's intention to harm the target is ambiguous. Andersson and Pearson (1999) defined incivility as "low-intensity deviant behavior with ambiguous intent to harm the target, in violation of workplace norms for mutual respect". Workplace incivility is considered as a low intensity antisocial behavior because such acts are less intense and less forceful. Thus, incivility is not perceived as 'harmful' as other forms of organizational mistreatment, such as violence or aggression (Vickers, 2006) .
There are many potential causes of workplace incivility documented in the literature such as workplace diversity as workers from various backgrounds may react differently to same situation; the reason is subjectivity of the phenomena (Crampton and Hodge, 2008) . Other factors include crowded working conditions, increased workloads, lack of face-to-face communication, loss of temper, organizational change, job security, miscommunication and inter-personal conflicts (Brooks et al., 2000; Johnson and Indvik, 2001; Vickers, 2006) .
In spite of its low intensity and hide intention of the instigator, its effects are dangerous. Mistreatment, in any form, is reported to badly affect the psychological, emotional and physical health of workers (Cortina et al., 2001; Blasé and Blasé, 2003) .
Discrimination
Workplace discrimination is a big issue for the management of particularly those organizations, which are populated with multicultural groups of employees. Workplace discrimination is a common workplace phenomenon (Michelle, 2007) although severe forms of discrimination eliminated due to legislation in this regard but still survives in subtle forms that are more challenging and harder to detect (Michelle, 2007) .
People are discriminated on the basis of gender, age, experience, status, religion, culture, language and many other factors, which classify and therefore differentiate one individual from another (Nayab, 2010). Redman and Snape (2005) noted that discrimination at work is a form of unequal treatment with reference to the employment status of employees or their treatment with regard to their terms and conditions of service.
It should however, be noted that discrimination is not always illegal or immoral, as anti-discrimination laws can permit more favorable treatment for members of disadvantaged groups and reserving some position for male only, which is discriminatory on sex grounds (Banton, 1998; Queensland Education Department Publication, 2002) .
Treating a person differently from others violates equality laws only when the treatment is based on the presence of a protected characteristics such as race, religion, national origin, gender, age or disability rather than on the job performance or even on something as arbitrary as an employee's personality (Allbusiness, 2007) .
Another aspect of discrimination is favoritism. In the workplace, favoritism refers to when someone appears to be treated better than others and not necessarily for reasons related to superior work performance, for example, a person is promoted faster than others unfairly, paid more to do the same job as others, is given relaxation in the timings of work etc. It may be based on illegal reasons such as race, sex, age etc. (Mueller, 2007) .
Workplace discrimination can take place in number of forms including hyper supervision by commanding officers, limited or insufficient skills training, lack of social support from co-workers, duty assignments that involve limited authority, harsher disciplinary actions for similar behaviors in comparison to other workers illegal hiring and firing, on the job harassment, denial of a worker promotion, selection for training, work station assignment, transfer etc (Rawles, 2003 ; What is unlawful Discrimination, n.d.; types of discrimination in the workplace, n.d.), offensive behaviors at work by coworkers or managers towards members of religious minorities; lack of respect and ignorance of religious customs; the obligation to work on religious days or holidays; age limits for hiring, too much experience (Workplace discrimination a global problem, 2003). Comeau (2010) noted that exchange of abusive words between employer and employee on work breaks; leave and workstation assignment is a major cause of workplace discrimination. Workplace discrimination adversely affects a person's behavior, physical and mental health (Amble, 2003) . The victims of discrimination feels unworthy, depressed, loss of selfconfidence, helplessness, lack of interest, high blood pressure, ulcers, headaches, loss of sleep and poor job performance (The physical effects of workplace discrimination, n.d.; Grace, 2010) .
The result of workplace discrimination can be stress further leading to conflict, more discrimination and unhealthy work environment (Jones, 2010) . Discrimination produces anger and mental pain in employees and as they feel discriminated the prompt reaction can be verbal attacks or even physical violence due to anger (Grace, 2010 ; the physical effects of workplace discrimination, n.d.). The end result is lack of trust, hostility, and rivalry among employees (Nayab, 2010).
Relationship among interpersonal conflict, mistreatment and discrimination
These three variables are interwoven in cause, effect and manifestation relationship. It is argued that interpersonal clashes, disagreement and incompatibilities are reasons for activating mistreatment and discrimination among the employees. When there is mistreatment and discrimiBibi et al. 9825
nation, it results into real-world and practical conflict. So writers argue that interpersonal conflict is a dependent variable and is an effect of uncivil and discriminatory behavior (Greenberg and Baron, 1997; Kearney, 2003; Schwartz, 1997; Vickers, 2006; Cortina et al., 2001; Johnson and Indvik, 2001; Ramsey, 2005; Queensland education department publication, 2002; Jones, 2010; Grace, 2010) . Once conflict prevails, it demonstrates again in the form of increased mistreatment and discriminatory behavior on the part of all the parties in the conflict. Researchers are conducting studies on aggression and violence due to conflicts in the workplace (Luthans, 2005) . Some of the authors treat it as an independent variable and argue that interpersonal conflict is a cause of discrimination and incivility at workplace (Pearson and Porath, 2005; Johnson and Indvik, 2001; Comeau, 2010) . Thus, conflict (such as interpersonal conflict) works both as consequence as well as cause of mistreatment and discrimination.
Demographic impacts
Almost every research on organizational attitudes measures, the demographic impacts to get the real position of responses from the employees. For example, Hearn and Anderson (2002) tested the impacts of experience and gender; Cetin and Hacifazlioglu (2004) explored the influences of experience, Titles, and gender; Slabbert (2004) tested the role of levels of management (top, middle and bottom); Vokić and Sontor (2005) hypothesized the impacts of gender, age, education, field of work, hierarchical level, marital status, and parenthood; Balay (2007) worked on age and gender; while Thomas and Thomas (2008) tested the role of gender and organization level.
Grade (BPS), age, and experience have been reported as the major determinants of an employee's attitudes. Cortina et al. (2001) reports that employees with lower social power may be more vulnerable to workplace abuse. The low-status characteristics of employees include organizational status, gender, ethnic minority group membership, youth, unmarried status and the under representation of one's gender within the workgroup.
Another research shows that officers working closer to the top of hierarchy have more ways and opportunities to be uncivil but successfully get away with any punishment (Pearson and Porath, 2005) . Similarly, Wickham (1999) also found that males were seven times more likely to instigate uncivil behavior toward lower status individuals.
In case of interpersonal conflict demographic characteristics whether informational or visible serve as its major source (McPherson and Smith-Lovin, 1987) . Luthans (2005) also argue about the differences in education, family background, and values as a major source of conflict. Gray and Stark (1984) point out age, (Ancona, 1990) . Figure 1 shows the diagram of the theoretical framework of the study.
THEORETICAL FRAMEWORK
List of sub-hypotheses
1. The research variables (mistreatment, discrimination and interpersonal conflict) are highly correlated (H 1 ).
2. Demographics change the responses on mistreatment (H 2 to H 5 ). 3. Discrimination is influenced by contextual differences (H 6 to H 9 ). 4. Interpersonal conflict changes with demographic diversities (H 10 to H 13 ). Tables 1 and 2 shows the definition and attributes of some terms in this study.
Operational definition of terms
RESEARCH DESIGN Survey
Survey is the most popular approach used to measure organizational attitudes. Furthermore, an array of research studies has been conducted to compute demographic impacts on the organizational attitudes including interpersonal conflict, mistreatment and discrimination (Hearn and Anderson, 2002 Thomas and Thomas, 2008) . Given this popularity of survey for demographic impacts, the current research project also used survey and survey instruments for data collection through questionnaire.
Population and sample
The target population is the complete group of specific population elements relevant to the research project (Zikmund, 2004) . The target population, on which the findings of the study would be generalized, comprised all the workforce of public sector organizations in Balochistan. The sample population from which the sample for the study was drawn includes:
Grid system operation (GSO) and Central Circle of Quetta Electric Supply Company (QESCO); 2. Phones and Telegraphs Zones of Pakistan Telecommunication Corporation Limited.
3. The number of originally sampled employees was 299 to whom questionnaires were distributed however, 254 returned filled questionnaires thereby giving 85% of return rate Table 3 .
Tools for data collection and analysis
Literature review was conducted to explore the contents of the topic, extract a theoretical framework and thereby generate hypotheses. A huge body of literature is available in the form of books on organizational behavior as well as online sources provide access to e-Journals and other virtual databases. For assembling primary data from the labor of public sector organizations, a structured questionnaire was developed from the literature and distributed among the samples selected from QESCO and PTCL labor workforce. The questionnaire included three broad research variables and four demographics. For the analysis, besides descriptive statistics a test of significance (t-Test) has been used to compute the significance of mean differences between different groupings on the basis of BPS, age, experience and type of organization (Table 4) .
FINDINGS AND RESULTS
Testing of hypotheses
H 1 : All research variables are highly correlated.
1. There is significant correlation between mistreatment and discrimination (r = 0.454). 2. The relation between mistreatment and interpersonal conflict is strong (r = 0.399). 3. But surprisingly, the correlation between discrimination and interpersonal conflict is highly insignificant with r = 0.001 (there is only one chance out of a thousand) ( Table  5) .
H 2 , H 3 and H 4 : Employees at low organizational status (BPS) will be more prone to mistreatment, discrimination and interpersonal conflict (H 2 to H 4 ).
Research shows that employees with lower social power may be more vulnerable to workplace abuse (Cortina et al., 2001; Brewer et al., 2002) . Thus, the hypothesis that higher grade labor scores higher than the other group is substantiated on two tests (mistreatmentp-value = 0.002 and interpersonal conflict -p-value = 0.001) but rejected in one test. As a whole the result is 2/3 so as a group the hypotheses are accepted saying that BPS has impact on the responses (Table 6) . H 5 , H 6 , and H 7 : Younger employees will be more mistreated, discriminated and will face more interpersonal conflict.
As Table 7 shows that age has significant effects on the responses on all three variables of mistreatment (p-value = 0.000), discrimination (p-value = 0.046), and interpersonal conflict (p-value = 0.001). Thus, all three hypotheses are substantiated in this group indicating that older laborers score higher than the young respondents.
H 8 , H 9 and H 10 : There will be differences among employees based on job experience in perceiving or experiencing mistreatment, discrimination and interpersonal conflict.
Like age, experience has also appeared as a significant demographic attribute, which has changed the responses on all three variables. The results are significant on mistreatment (p-value = 0.000), discrimination (p-value = 0.008), and interpersonal conflict (p-value = 0.001). Therefore, once again all three tests substantiate the alternative hypotheses telling that greater the experience, higher will be the score (Table 8) .
H 11 , H 12 and H 13 : There will be differences in interpersonal conflict, discrimination and mistreatment in different departments. Table 9 gives surprising but somewhat expected results by telling that all the employees of public sector in Balochistan, Pakistan have similar problems and opinion about several organizational attitudes. All tests give insignificant results on mistreatment (p-value = 0.076), discrimination (p-value = 0.588), and interpersonal conflict (p-value = 0.318). As all the p-values are far greater than the required alpha-value of 0.05 therefore, all three alternative hypotheses are rejected.
DISCUSSION
The dynamics of interpersonal conflict
As far as the interrelationships between interpersonal conflict, mistreatment and discrimination are concerned, the findings are complicated. The results show that there is a strong correlation between mistreatment and interpersonal conflict which support the argument that mistreatment can be a cause of interpersonal conflict or its effect (Greenberg and Baron, 1997; Kearney, 2003; Current health, 1999; Schwartz, 1997; Vickers, 2006; Cortina et al., 2001; Johnson and Indvik, 2001; Pearson and Porath, 2005) . Also, the relationship between mistreatment and discrimination is significant; it means that employees who were mistreated also perceived discrimination at the same time. But the correlation between discrimination and interpersonal conflict is not significant which do not support the presumption of scholars who argue about cause and effect relationship of discrimination and interpersonal conflict (Jones, 2010; Grace, 2010; Nayab, 2010; Ramsey, 2005) . It means that discrimination may not necessarily lead to interpersonal conflict or vice versa and there are other factors that cause discrimination at workplace.
Demographic impacts
The findings from the study proved that demographics of employees have significant impacts on their perception of mistreatment, discrimination and interpersonal conflict.
Age
The findings from the study supported the assumption that youth or young age employees would be more vulnerable to workplace mistreatment as low status characteristics also include youth (Cortina et al., 2001) . As regards discrimination the results are also consistent with the results of prior surveys that found young age employees of 22 and 24 felt more discrimination at the workplace. The young age employees are mostly less experienced, therefore they are not given the important assignments or they are ignored in important meetings or not informed about it, hence they feel discriminated.
Generally, it is assumed that young age employees are more aggressive and also there are studies whose findings support that workplace aggression is mostly displayed by individuals up to the age of 30 (Savage, 2006) therefore, it was hypothesized that they would be more in conflict with management as a reactionary response to its negative behavior as compared to older employees and the findings also proved this assumption.
Experience
It was predicted that employees who were less experienced would perceive more mistreatment and the findings also substantiated this assumption. Actually, it was assumed on the ground that less experienced employees would have less command on their tasks and their level of relationship with officer would not be that strong, hence they would make more mistakes and perceive the officer's behavior as more uncivil and discriminatory.
It was supposed that less experienced labor would be more in conflict with their officers as compared to the more experienced labor. The logic behind this assumption was that less experienced labor face more problems in task performance and also their interaction with the officer is comparatively limited resulting in stress and hence, it leads to conflict with officer.
Organization status (BPS)
As organization status or position in the hierarchy is also considered an important characteristic of employees that make them either to mistreat or become victim of mistreatment (Corina et al., 2001; Pearson and Porath, 2005) . Therefore, it was assumed that employees at lower level grades or of non supervisory status would be more prone to uncivil treatment and the findings also support this assumption.
At the same time they experienced more interpersonal conflicts with their officers. But the findings did not support the assumption that employees at low organizational level would perceive more discrimination. It means that organizational level is not a base for employees' discrimination thus, labor at all organizational levels equally perceived discriminatory treatment by the officers.
Organization-type
Different organizations have different cultures and leadership style is one of the important attribute of organizational culture. Keeping in view this fact it was assumed that there would be difference among employees' responses of both the organization regarding experiences of mistreatment, discrimination and interpersonal conflict. But the findings from the study did not support this assumption.
There was no significant difference among labor's responses of both the organization. It means that labor equally perceived mistreatment, discrimination and interpersonal conflict irrespective of the type of the organization they worked for. The reason may be that both organizations are from public sector, having same culture of dealing with employees.
Conclusion
The results of t-Tests applied to compute 'mean differences' across demographic groupings, reveal the diversities of opinion among the respondents sampled from two different organizations. The results are complex however; overall the demographics have significant impacts on the perceptions of employees about mistreatment, discrimination and interpersonal conflict (Table 10 ). The following points conclude the results:
1. The responses are different across designation (BPS), age, and experience. But surprisingly, all the employees show no difference of opinion on the basis of organization types. 2. Age and experience emerge as the most decisive factors in splitting the attitude of the respondents. 3. On BPS, respondents are significantly different on mistreatment and interpersonal conflict however; their views on discrimination are similar. 4. As far as the organization type is concerned, the respondents from both the organizations have no difference of opinion on any of the variables tested. It shows that since both of the organizations are from 'public-sector' therefore, the work environment is the same thereby making all the respondents as if they come from the same organization.
RECOMMENDATIONS
The foregoing analysis and conclusions inform us about the role of demographic attributes of the respondents on their attitudes about mistreatment, discrimination and interpersonal conflict. Though results are mixed however, predominant role of respondent attributes are quite evident. Given the undeniable nature and impacts of grouping variables, the researchers recommend that:
1. In the case of BPS (designation) the juniors (BPS 1-5) need more attention because they score high on mistreatment and interpersonal conflict and this significance have been substantiated by the t-tests. 2. Similarly, lower age group (20 to 40) is reporting more mistreatment, discrimination and interpersonal conflict therefore, their concerns demand taken care of. 
